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Abstract

Thi study developed and tested a model of the conditions under
which dual-earner, profsional couples with children living at
hme, rs•uzc'tura their work in order to ae"mmmate family
nrees. Eightyeaeven suich coupes where at least cam spuse was a
profession~al In advertiaAirq, law, or a mting participated in
the study. h rsults sa rtd a syzmtric =de- of family
ntioning. M=wu mn were r.tm.bwngn their work, so were

their husbands FPU"thseav e, both me and vime's rters = gtu q
was systmutically related to their om wowk and family
conditions as wall as wall as their spousme' work and family

iti . Tse results emphasize the inport nce of studyin
dual-earer =cples as a family syste.
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The movement of large nuabers of middle class w into the work

force has had a major ivpact on family life. The purpose of this study is

to begin to investigate wether this movennt of woen into the work force

is also causing a change in the structure of work. This study develops and

tests a model of the conditiorn urder whic dual-earner, professional

couples with children resuttu•re their work in order to ac-mdate neesi

of children and spouse. There are two assuuptions urderlying the nmdel:

i. that the family is a system; and 2) that work ard family are

intraet~system.

The a- n that the family is a system is a basic tenet of family

thU apMits. Sirne the behavior of cne family meber affects the

behaviors of other family mwers, family therapists treat the whole family

together (Olson, fmell & Sprenkle, LQ8O). MA asw ti h tat work and

family are -intersec I systems is besed on •a•ter's (1977) argument that

it is inamprcpriate to treat work and family as "separate worlds." She

pointed Out that work dema aZfect family life and the family conditions

affect work performnce.

7 modl studied hem incorporates both of these asiwip• . It

proposs elat hps bete work and family behavior for husband and

wife aparaely (intra-spxue), as well as between husbard and wife's

behavior (inter-spouxe) .

We smarized the mretical literature &haracterizing couples in

termu of each spouse'. weactmrnt of work and family roles in Yogev and

Brett (1985). In that epirical study, we found that the work and family

role behavior of one spouse s systwatically related to the work and

family role behavior of the other. In particular, dual-earner couples were

OM-OMMOOMMW m Us WUMUU LIU VWUE L.IU hJ~iL UM"%V .1W V "UL V.1W v% V% OW~~I NI NI'N .X~~ ~ A
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,ot likMly to exhibit synnmtzy in tarme of their psychological involvement

in work and family. However, role behavior was more ocuplex. Husbands,

regardles of their psyclogical involvmnt with the family, absorbed

family responsibilities when the wife's Job inwolvemrnt resulted in lire

hors at work, travel and overtime.

Rearch that looks at the effect of both spouses' work on the family

has only begun to be published recently. For exmaple, Nock and Kingston

(1984) found that parents of young dcildren stagger their work haurs so

that or* parent is at ham with the children more than paronts of older

children. Voydanoff and D=-clly (1985) found that wives were less

satisfied with their marriages and their families when their husband's

eUployCn& t wMG unstable. Ladweig and Mcee (1986) found that when womn

were ommitted to work their husbands were less satisfied with their

marriages, but thur wa no covwerse effect an wives' satisfaction with

marriage when husbmnds were highly cmitted to work.

Mis research moves byrd our .985 study ir that it prqmes and

tests a model of the _diticrs ur•.r which dual-earner couples restructure

work in order to a te family. Taking off from the 1985 findings

and consistent with cur view of the family as a system, the model provides

for direct and ie infldrc between eah spouse's work, their joint

and individual family coiditicns and changes made in work behavior in order

to ate family.

T depwdent variable Am the research is broadly defined as work
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restruturing. More precisely, we are interested in deviations from the

traditional, normative work behaviors (means) that are believed to be

necessary for professional success (ends) but, that are in conflict with

family life. Wile there are scme objective indicators of performance for

professionals, e. g., winning a court case, finding a tax loophole for a

client, desinirng an effective advertising caxmaign, indicators of the
quality of the everyday servicing of clients are seldam objective and
frequently emphasize aEmananc. Exanples axe numros. Take for instance

the law firm we studied where a buffet lunc was served every Saturday.

The norm in this firm was to be in the office Saturday morning and be seen

at lunch not by the clients, but by the senior partners. In the

advertising agencies we studied, managers with out-of-town accounts had to

be able to travel to the clients' offices on very short notice. The

creative peole in advertising often worked evenirq and weekends to pull

toget'ier canpaigns - again on short notice. Mien om of their ideas got

accepted, they often traveled to California for om or more weeks to

participate in the "shootirn` of the ad. 7h accmtirq professionals we

studied experiewd a great deal of evening and weekend work during

particular periods of the year. While they could plan for this period of

heavy overtime, it nonetheless placed heavy burdens on their spouses.

While professcvnals can do little restr-cturing of the objective

indicators of per!!ormence - and we doubt they would want to - they may be

able and willing to res!tn te so that are subjective and may have more

to do with e than stbstance, e. g., overtive, weekends, travel.

M=n the problems of constantly rearranging family routines (e.g., husband

must stay late at work the night he normally picks up children at daycare)
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be=o a~ir~wlalzg or the quiality of life for thR family or for the focal

parent tax as an i sasu (e. g., missesi seeing the children because of

travel), thi we cqwt professionals to restn•ture work.

Each arro, in Figure I reprew=s an hypomis. A" m A aral

irdicate a e r r-Latlat hip betwn the dsgree to which husband and

wife each restrxture their am work. MAO reclprocity umplJes that there

is a systmatic rela IAep en husba and wife's restnxtwinq. An

aunymtric patte-rn sumgests tbat the lr she does the les he kimu and

wuld be Iut:rsted by neative coefficientx for arro A and 1. A

synetric pattern irplies that either both restr *ure or both do not and

would be indicated by positive coefficients f, arr-o A and 2.

Irhrt Figure 1 hue

In o= previus work on dual-earner couples (Yogav, arnd Aret, 1985),

we found that in t.m of the psycholcgical outrtcts of work and family

involva t, ymetzy was the domant pat~orn for dual-career couples. In

this stwdy, sinc the ft wilt variable, is a behavior, w fxpe-tad a

negative reciprocal relationhip bebi his work role resnbming and

hers, i.e., the less his role is restrucrd, the moe her role is

rmtnatred (arrow a in Figure 1). We also considered that there might be

only a slight reciprocal inwct of her role restzuc•ring on his role

rastnmturim (arrcv b) becamue social r and soe role s are

such that even in dual-career families, the wives take the greatest
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reupcmibility for the children.

Figure 1 abaft two types of direct effects on deviatiomr from work

MZoS: occupational variables and family variables, for both spouses.

Figure 1 assums that vra and pryd&ological factors in the wife's

work and family dimains affect her work restruuring directly and only I
irxi mctly affect her husband's beavior. LU•ewie factors in the 'usbad s

woIc and family domillm ar expected to affect his work restr =urirM

directly and affect her bQhavior only indirwctly.

Olprmvia l l-w, Oranizatioal culture is a raw label for a

Sthat has beem diound in the rganizational behavior literature

for m tiM. OcIture, a00rding V Sdanartz and Davis, (1981:33) is a

"patten of belefs and eqwctetionw iftad by . organization's Mmie s."

They cozcninu: "Than beliefs and wpectaticr polrfully a tba

beiviAo of irlividals and gm A in organizations." Wiliruky (1961:

521-2) points aut: "oc Lpntiarl cultures (rootd in -1 tasks, work

sdudules, job training, and career patterns) are .ati. better

While there has been nuch .'izcmion in the popular press (Paters and

Watermn, 1982) about th rlatL~hip betm:• , oganizational culture and

oranizational eftfectiveuss, w are incerestsd in corporate culture as it

ws ori!Jinally "Atuapiualized - as ad and e2eI u that influence

the behavior of individuals. We pzroe t•h•a organizational cultures

differ with respect to tolerance for lternative work behaviors. For

eoxme, the culture at Now York Telu or qipany was flexible enough that

a dual career cople each of wh= is a product marketing mwungr is
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dividi•g their work week between a specially euippW hmn office in

Wuesmonr mtand their corporate office in d•wttwn Mmrtttan. 7he

spos working at hm also cares for the ouples' 10 monch old child (Mg

Tg 6•6/3/82, p.21-22).

Wes hypthmize th-at there will be more freg~mr restructuring in

orgmizaticx that uasize participation, and attw.tion to i-dividtal

ee, rather tha r-etition, potw or confo-mity.

SWe oati n' that ocVatioau differ in teros of behavioral

s regarding hm=r, travel ard overtime, ease i moving fr= full to

part-time work, oew in working at hkrem, etc. For example, many people an

the ceative side of advertising fr.e-lance. Itey set their an hours.

But t-hoie vfo work for an agetyy do not have uxh flexibility. They work

in pairs ar te and opuw a grat doal of time at the office in

metings. In the ag~iw ~*Are we interviewed, a prunium wes placed on

being around and available when higher level nwvnagrs cwld t.

Intr•et ly, it apears to be th Law firm whore ths task itself

provides bilt-in fleibility. Lawyws who are in the midst of litigation,

of caxr nut alhwe to the Jug' sd dle, but m le leal work is &r-e

individally, either prqparir briefs or motiam or talking with the client

on the telephone. It is also possible to vary ara's client load, since

lawyers bill on a hrly basis.

There are also diffe between oc:ations in ----- ions about

trel and relocation. We learnd that in the very large acconting firms,

profissticas can chooe their area of work based on their will.incyas to

travel. For amople, acumting t-mon'.ta s typically travel a lot, but

aoumntants sp.cialzini in public utility audits do not. Unfortunately,
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the obviom solution of switching to a rw field within acIntirq, when,

for eXmmple the travel interferes with family life, is not easily dam,

sinue aox.ulated expertise makMs it difficult to changm into another area

of t .

±z��u . We suspect that an uployer who is having

difficulty filling crtain jab without diaqirq the inritriw salary

structure of the firm and pextAps Jepardizing the i ettiveness of the

prodwt or service &n~ to l ao costs,, my be willin to rtstractre the

job in order to fill it. We know, for exple, that awti a Bank of

Illzisc provides cospxtar pmr qum -, with ajuipamnt. so that they can do

their work at hm. At the tim (wtlrwntal demvlcqd this alrnative

work atructure, ftor capiter pMrarm in the Chicago area ws

etrumly high; turrver was also extrmly hiO. Cntinnwtal reports

bta al reducticn in U=mw, with no lowo in pM uctivity (Parwaal

cwunication to tbA autbor).

We also found an advertising agavy agreeing to allow a )my ceative

uployie to work "part-tim" beckmue she wanted to be at hkm with her

children. Cretive talwt is a sarce resource in advertisinr and this

young wcosn's ides had beew very mzzmuful for the client, %tho wanted to

)a* her warkinq an its acmcunt, ern if part-tim. A fale account

executive at the uam firm was denied the rtunity to cmtinue working

part-tim after her baby ws born. Wile no rsason was given, we suspect

that account exictives ware not such scarce rwxscw in that firm.

Work involvment refers to "the ir&earnalization of

values about the goodnes of work or the i are of wx-• in the worth of

tha pfr.c (Loda-i and KXJpjr, 1965). Its m•rationxlization by Lodahi and



I

Kejrm (1965) is wiely u in the organiwticnal beavior 10

literature on job dign and carears. It's colloquial meanin is probably

beat captured by os of todahl and Kejner's itma : "I live, eat and

It is too facile and probably wrtrq to h•pothesize that the spouse

with the lest work involvmnt will exhibit the greatest work role

restzuctinq. We wit-ect. it is the 2L'a' of work and. family role

irvlvu•'rt across both working spoues that predicts work role

real xturing. r mowple, we predict a hig deree of work role

res 2 •turing whmn b spses. are highly involved in their jobs and in

their fadily life.

. Hall and Nougaim (1968) uc:lue that a career can

gumamlly be divided into three distlnt stags: establisummnt,

itmnene and e cline. Estabishrt is thereat I in r staqe, as the

emloyee is both trying to gain the skills n to perform his/her job

wall and I"stats that he/she has potential for gcrater zeq= ibility.

in a traditional career pattern, drz &winq the establiasment pkvse

dictates how high an iiwill reach in his/her rgenization. In an

alt tiwe caer, the 08.ablghWl SK Bay tA lPrOlc7r31, w6 Qxpect •

the grestAst level of conflict betwe work and family will ocnr during

the establiser•t stage, sinc it ooinci with the period when people are

also establishinq families. As such, it my be easier to reatmxure work

during the sta of a carer..

M= Work Activities. In the firm ware we interviewed,

professionals wre expected to work extra hours w the work load demanded

b:ydrd the ragular 9 to 5 or 8 to 6 achadile. 7hme extri hours ircltuced



11E

wmemis, avenUng and early morInng, as wall as travel. Thee extra work

activities *"Ald be rtatively related to rist•hctuirq. That is, those.

4 report that they are atructuring their work around family reuiremnts

shold acftally being doing less extra-hour activities at work than those

%t report they am rot restrcturing. If this pattern is-• ot verfied in

the data, then while cm may think that they are ree;strturirn their work

and wkinrq aMnO nts for family, they ar doWi so withot any actual

inpact on work.

a , Research n family has ditermied that family dyrnamics

change with the changing status of the family., Families with infants

oonfront different isa than do those with school aga children or with

dolescents. ar zr the Zamily by the age of the younest or

oldest child, as is commonly done in the family literature, ignores the

fact that families often have more than orn child and the children are

different ags, forcirn the family to cofront a variety of ism

sinulataneosly. Nevertheless, w included family stage in the model,

rooognizing that it is possible that coples with youn cidldren -re leffs

of the age of other children, All have mre intense family needs that

interfere with work.

Famil nv mt W. we c eptumlize family involvement as Uhe degree

to which a peran. is identified, psydhlogically with family roles, the

inportance of family rolm to the person's self-inge and self-ccept, and

the irdividual 'a ni aat to family roles. Like work involvuiient, it is

probably reflected in the inability to segment family problems frau work

timu , and motivation to perform family role effectively. We expect that

higher levels of family involvement wmald be related to greater degrees of

~HMN MKW~~.~ ~~ w~y 1
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work restrutuin.

Family Vb. We 'nticipate that professionals who report

aswtucturing their work in order to attend to family activities will al-*

be spending more time on family work, e.g., housework and ch:1d care, than

others.

583d with =2wo and Child Care. Professionals may not have a

great deal of time available to devote to family, but their time consuming

work, does provide significant financial rources to pay for help with

housework and child care. We propose that couples who have help will

restrucLure less than those who do not have such help.

Q W Following Bandura (1977), we define coping as an indicator of

self-efficacy or personal mastery of the work-family situation.

Professionals who are having no difficulty managing the demands of work

and family are likely to feel self-efficacious. If work restructuring is

used as an active coping medcanism to reduce conflict between work and

family, there should be a positive relationship between restmcturing and

coping. C. the other hand, if work restructuring is used only as a stop-

gap measure to manage the conflict between work and family, but does not

reduce it, there should be a negative relationship between restructuring

ar,' p xping.

Method

Data for this study were collected by identical questionnaires mailed

to couples. Prior to the questionnaire study, we interviewed professionals

at different career stages in 5 Chicago area firm: 2 law firms, 2
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advertising a9encies, and an n firm. The p.ulroe of the

interviews was to help us undarstand how work and family demands overlapped

in these oacupati a help us design the questioimire.

T target pcptation of t-is study was dual-earnwr copJ es, with

ciildren livirn in the hame, at least ons of wbhm was employed by an

advertising agenoy, a law firm or an cc= firm. We selected these

the occuapatians because we wanted to study professionals whose jcbs

potaexally required that they work nights, weekerxs, early mornings,

travel.

We initially cotatted law and acczntn1 firms and advertising

agencies in the Chicago area. Firms were able to generate lists of married

profassiorals, but they did not knew if employees' spouses were working or

if they had children. We mailed questiomnires to 386 couples. Our

respoMe rate was 153 oxapes or 40 percent; 10 returned the questiornaires

witho coampleting thm. Haever, only 46 of these couples met the

crit•ria for this stwdy, i.e., spouse working and children. This

experience proved to us that idntifying :ers of this study's population

through firm was an inefficient way to identify a sanple.

We then began an milti-procrjed approach to identify potential members

of cur target population. We used a waterfall tecmique, asking people we

know for the nas of others. This yielded a response rate of 35 percent

and 9 couples. We used the Kellogg Graduate School of Mwnacgemt's alumni

list. 7he list indicated occupation, but not marital status, spouse's

employment or whether there were any children living in the home. We sent

letters rqeting participation, if eligible, to 138 alumni. Twenty three
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returne postcards indicating that they were eligible and would

participate. Sev-nteen returned ccupleted questionnaires, but two were no

longer eligible. Finally, we were given the mailin list of a group

"lawyers for alterative work scimedules". Again we did not know if these

lawyers were married, if their spouses were working or if there were

dhildren. We sent 2,85 letters. Eleven letters were returned "addressee

unjnown." to igty seven eligible lawyers returned postcards.

QUestionGir"s were Subsequently received from 39 of these couples.

I pete data reduced the usable sample from this source to 35.

The sample for this study was 87 couples. Table 1 presents their

din-3bg-qhic characteristics. 7he major differences between men and wmen

had to do with work. uhe women had been working as professionals, on

average, three years less than the man and described themselves as "geti-ng

established" in their careers as opposed to the men who described

themlvee as "advancing." Wy were working on average one hour less per

day than the m but were earning sustantially less than the men. This

distinction bQt6ee men and wMen on work hours disappeared when the wcmen

working part-time (35) are rmved. from the sanple, but the inome

differential does not. Full-time wcmen were working 8.74 hours per week and

earning on average $38,000 per year.

Irnert Table 1 here

7he sanple selection procedures and response rate, make it extremely

difficult to state just exactly of what population this is a sanple. It is

our experience that there are not a lot of dual-earner couples with
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children living at home at least one of whom is a lawyer, accountant or

working in an advertising agency. Or, that couples who do fit this

population are too busy or otherwise unwilling to complete a rather lengthy

questionnainre-. In our previous research on couples, our response rate has

been about 60 percent (Yogev and Brett, 1985). In the lawyer sample where

we knew the people to wham we had sent the questiomnaire were eligible, the

response rate was about 44 percent. In the Kellogg sample, in contrast,

the response rate was 73 percent. In the other samples the response rate

reflected both the fact that some couples were not eligible and others were

unwilling to participate. As a result of unknow sampling bias, the

results of this study must be carefully interpreted.

work rtuuri. Restructuring was measured with an instrmmnt

developed particularly for this researci. Subjects were asked seven open-

ended questions about how they handled work/family conflicts on a regular

basis:

1. Are your hours of arrival and departure dictated by family

schedule?

2. Do you stucture your hours at work in order to be at hcme at

certain tims?

3. Do you limit the number of evenings per week that you vork in the

office?

4. Do you limit your weekend work at the office?

5. Do you limit your travel or structure it?

6. Do you make special, one-time arrangements at work in order to

attend a child's activity?
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7. Do you makm any special, one-time arrargements at work in order to

aowiodate ya.tr sp~ie's needs?

Anwers were codad first for content, e.g. "Yes, I leave at 5 pm to

pick up ditldrin at day cam;" "Yes, I leave to go work-aut;" "I avoid I
w*Wkms in rre office by staying late eveninp;,, etc. The resultin 95

item content code-as thewn wighted in the followin manner. Ten points

were given for each animer that indicated less work was done bemause of

children's needs, for cample, "I don't work an weekends;" "I don't

travel." Eight points were given when the work schedule was adjusted on a

regular basis, to xorinate with the spouse's schedule. For examule, "I

pick the children up at day care wery Ymday and Weudaday bemuse my

husband has late netig thos att.- Six points ware given for

a r work, so that all could be done, just at a typical tin.s. For

WaMPle, "I work wmninq. or go in early so as rot to work weekeris," Four

points were given for Yrhcturinr work for spell events, Ulm attending

a parent-t. "P oonferac. Three points were g., mn for a "yes" to one

of the seven %omrtia that was not explaine. No points were given for

stzucturirb wcrk in order to have peroal leisre tin. Weighted answrs

were sutud across multiple iuPrnssm to the seven questions and divided by

the nueurr of relevant q ticins. TIhe xber of ti special arrarimnts

had been mad duri the prior six months was also taken into account. One

to 3 specia ar a,• rte 1 point, more than 3 spewial

t reived 2 points. Subjects who were working part-tin. around

a child's schiedule received 15 points. There were 35 women in this

Category.
cZatego atior. t2=M Organizational cilture was measured with 24
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itms takn frm c Q atio Culture s. i inventory

focues on behavi=ral and e r styles that are expected and

reard by the otganization. It cmnains 120 items which produce 12 first
level factors and 3 saecor level factors (Cood and Rosseau, 1987). EacI
itAn demacibes a behavior or personal style that might be expected of

mers in an oganz tiLn. Re myts are aske to indicate the extent

to which each behavior helps people fit in .-nd neat xpectations in their

organ•zation. ftet Cooke, who develced this irmentory, ran correlatiaos

be im tm,, ard their respective factors to aid us in selectin a sat b.t

of items to use in our questicimaire. We selected 20 itm. Maximua

likelihood factor analyses, usinl as a sample - exploys individuals who

rMMpzld to the first mailirn indicated the best fit was a four factor

solution. Thoe factors were 1) hrmnistic, helpful - irdicating an

oa an oriented toward peple; 2) ccspetitive - indicatinr a oulture

orientedi tmard buildirq powrer~ cand efA-i_ peesr; 3) self-expression

- id~icating a clture oriented towardi val aievant; and 4)

-nfoxity - rictna culture whiere no one takes chance and

c f tation is rvoidS!. Coefficient alphaa's for the &mles In the

d1velcpant saple were: nAistic, belpful .88; ccapetitive, .77; self-

expression, .81; confmmity, .75. Since we had no hypothesis regarding the

self-expression dimension that was identified in the factor analysis, it

was 2 from further crmuideration. Mans, standard deviations and

coefficient Uphas from the sample used in this study are presenteid in

Table 2.

Irsert Table 2 here
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. tile one membr of each couple was employed in law,

amti or advertisir, the other was not. We co occuations into

the followinr gat.ri: 1) law; 2) ac•mirq; 3) imnarial, e.g.,

ti nzm es in advertising and other umnagariA' fuctiocra; 4) other

profmsicnml, e.g., dctors, t.erapists, college prMOSsors; 5) all other,

including white =ollar, tecnical; clerical; sal. Table 3 shtm the

ptcpor'm of am arn vcme in each ation and their average

restzuI-rin scares.

Iinsue- Table 3 here

T• 4 ~ Ca • labor econmic Mwiriit wSas

mmsurd by three uelf-re•prt qintions: How larq wculd it take: a) to

firx a rd jJob that pays as well as thy current job? b) to find a now job

as dhalla~irq as the crrent job? c) to find a now jab as interesting as

the Orru* Job? Anmer altarna.tivw ware: cm month or lss; 2 to 3

awitia; 4 to 6 ma.ths; 6 to 12 months; 12 to 18 menths; mare than 18

onthe. Amrs were summed.

Work Lrclnt. ooutc n was measured with three item fru

Haciu and a Lawler (1971): a) 7he 1 W rnortant things that hapen to me

Jwolve my work. b) I live, eat, and breath my job. c) I am very xfc

Personally involved in my work.

Cstage. Creer stage was measured by asking subjects to choose

n sewn stat9svns:

focusing my ideas about the type of work I really want to do and
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that is personally satisfying.

... foc. ing on develoing new skills to deal with now opportxmities.

.. . inr on getting firmly establishsd in my ocx•atioii.

... facosing on advancing in my o ton.

* ... fCO on i the ocupationsl pition I have already

~i~ad e1 dmqite o titin from others; 1ogice.1 dmarqe, etc.

* ... focu.ing on letting up; "mratting on facto= beyond work, e.

g., family friends, activities.

Lhis measure is beusi on the weatioralization of career stage in Hall

(1976) and personal ommmicatioru with him.

Extra M= MU. A series of questiorn was asked about actual hours

at wo•k. hre qufticir that oovaried wars: Wen your workload is heavy

how many ti per month do you stay late at the office? When your

workload is normal how mary tim per month do you stay late at the office?

How often do you go into the office in the morni earlier in than your

r arrival tims? Thfum itý wer• sumd.

T Each rmparde" was also asIxd how many nights per year they

traveled for business.

Fagy gtM,, Family stage was measured based on the age of the

younget. chid, aooording to Parps (1964). waagreswre: 0-12 mntfts;

13 months to 3 years; 3 years, 1 mnth to 6 year.; 6 years, 1 =nt..h to 12

years; 12 yeas, 1 mth. to 18 years.

EAly involynZ. Family involvement was masured with an istrment

we domelcq.:1 in a previous study (Yogev and Brett, 1985). The qLestions

wars originally modeled after Lodahl and Kejner's (1965) job involvement

instrummt. They focus on t family roles: spouse and parent, for



20

exVle: a great satisfaction in my life c fro, being a parent: I am
very much involved personally with my family k -aer's lives; nothing in

life is as iiportant as being a spouse. tespons choicm ware 5 point

t scales ranging from stxrnly agr thraigh nrmtal to strongly

Mily w-k. hums. Each spousme wa asked howm w ay and

'mIn housZ were spent doing family work, ircluding housework, child care

and firtnes.

FmIXy work. task.. IN *s ware asked who did a different

housork and 12 different child cam tasks: wife alone, husband alone, or

sared. Ea task was given a weight: 3 points for daily tasks such as

cxokin mals, putting ddldbem to bad or for tasks doam udeir tize

pas (o. g., gtting the d•didrm off to school) ur for cmnstant tasks

(e.g., keepi txzack of whom the ctildrui are); 2 points were given for

weekly haimeic tasks (e.g., lasumy) or daily, more pl-arable dcild

car tasks suc as playin with chldren, or more germ].a Auj•gulri tasks

(a.g.,- arrmrrling bmbysittinq) - 1 point was given to periodic housewrork

tasks liki hmm repairs. Each taak dou by ne spouse only recaived double

weight. Sre ware added. Th retsulting index indicates both the raber

of tAsks d" and their relative =ctvazy.

!hlp with .Mr. awd Child Cam. Help with family work was

nmem=rd by askingr wa wr there was paid help to -do the same 8 hoiewor

and 12 child care tasks, as wall as a set of questiors asking what happens

when the person who usually does the task cannot do it.

SohjW Coping was xmaeared with four questions aaking in the last

--------
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How often have you felt confident about your ability to handle

persal problem?

How often have you felt that yuu were effectively coping with

iqportwnt changes that ware co='rirq in yar life?

How often have you felt things ware going yar way?

Hmi often have you felt that you ware on tcp of things?

Arawer choicem included: never, a1wat never, someties, fairly often, very

often. me. questions were based an a scale developed by Cohen, Kamarck

and YArlestein (1983).

Te mdel was tested usin two-stage least squares anal.'sis

(Jams and Jingh, 1978). ULbis analysis is apprcpriate fcr testinq models

whre 4two or a variables to be ec1lained by the model are mutually

dwmnt and PrOca causas of one another." (James and Singh, 1978,p.

1106) 'l model in Figure 1 is over-identified, that is, there are

hypothesized direct causes of her work rwtructuring that are not

hypothesized c'x.9e.: c•,nm of his work restructuring and vice versa, and

thus.9 meets the coiitao: ::cessary for a tw-uUqa least squares analysis.

The Gocka (1973) te.dnique for mix.d-unde .variables was used

to gerwiate a single coefficient for ccaupation, a categorical variable.

Th tenivx- gives edr-h subject in an o Vipaticnal gzr that group's mean

an the e ariable. This translates the ca-ical grp

diffe,:-s into ordinal differecres. Followi this prcedu , the

degrees of freedom of the overall F need to be adjusted for N-l ntmmer of

Bemuse this vs an explorat=y study as well as one testing a model,

-~~~~~~~~~~ -.- ,-- ý--.- ,. ~ , W .A I 'Jd'AJar.A^A
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bivariate cor mlatiorw are preuwt and dimmumss first. 7 two-stage

least squares analysis was applied to the op.rationalization of the full-.i

mcdal in Figure I, and did not emluds c=pwm variables fcund tz be non

significant in the bivariate analysir.

Pasgts

Table 2 show3 that wn we their work significantly nore

thmn man. This is no surprise, as in a= caawmle sm vw , but no men,

were wor•ing part-time in order to manage the dmmIs of work and family.

Table 4 shows the bivariato correlations betwe exgenus and

evariables in Figure 1. Man, andwi on's work rastc -turiq were

positively related, -. otira tie symltric nodo' for dal-earner couples

w had found in previ"ous research og and Bret, 1985). 7hn doing

the v,-a: st - --- ir %%ro eiplayecl in ociptior. in which they had the

a control av ther ti hours of work: dctors, therapists, and professors.

(See Table 3.) !hnqeru were doing the least restructuring. Minn vh were

rzeal-i&g also reported that they were in the early stage of their

careersl, though the were not iearly the orm with .mll I Icildren

since family stage wa not sign-ificant. Men who were rest=turir

reported that they wers doirg nre ho.usework and child care tasiw than

odes, but they were sperirq no or e time doing family work than those

mh~o woe doir less 'reutucturiq, perhaps beaue they were sharing the

tas)cs with paid help.

Insert Table 4
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Tlh sinv~le strongest correlate of an's work utrbcturing wms coping.

Th arm who were xes mturrq i st reported that they wre coping poorly

with their peruml situation.

VA correlattons at the bottem of Table 4 show that husband ' a of w~mn

lars (am alio Table 3), of wa in the early sta of themir careers,

and of wm who thauelves wer not cop-q particularly wall with their

pernmul a-itations wre doing m work rse tm-ing than others . Thre

other siaiificant ltions are - difficult to interpret, but all

in)WSnt that his work rem cbmbring wms rat in reqpue to her occupatioral

damu'd. For ample, humband of •wi w worked in high confrmity

cultures resteat u•d work les than husband of womn who worked in less

strict cultma. khmbands of wmn w Jobs were difficult to replace,

rmtlntwed work lem than hubards of m.n who believed they could

replace tbair jobs with same. amband of wm w:o worked extra hours

rtn-bcired leos than husbands of wn who limited their extra work

hours.

Wme who rwutwbmmd their work the 1-t had a y child, were

doing a large yprortian of family tasks, and spendin significant tim on

them. se wmn wre 1m1"t likely to be lawyers or professionals and

least likely to be managmrs. They were limiting their extra work hours and

they were less psycoogically involved with work than womn who were doing

les rt-r ing. The only arm of t1hir hiards' variables that

correlated significantly with their restructuring was his labor ecormic

envirolent. Rien he believed it would be difficult to find another job,

she did more restructuring of her work.
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Figure 2 ohms the significant results of the two-stage least squares2 4

analysis of the =d~rel of his and bar ,wr,r-k restructuring shown in Figure 1.

frm adjusted r uqmrars frm the fir wt-utaww ordinary least square analysis

were .27 for his rextructwing and .23 for her restructuirqn. Thes

rmeulta ird±te that significant p irm of the varianom in his and

be zesl-tz~tr were aaociated with the exogeius variables.

Th .=6-stas adjusted r suare ware .20 for his re intrcturing &nd

.25 fo her rezaturingq. Wthle the overall results wre significant,

neither of the recirocal paths (arzon A and 2) wes significant at

omovitional levels. '* positive path from her regitur.i g to his

indicate, a tra of uymtric rn=W•gtL.=z that was iigiicant ithe

bivariate cor enlation.

Irurt Figure 2 hueej

The priiimry factor acw mting for whichi we were doing the I-t

rntrwbxrirg vas occipation. As previously disaussed, the wmmn lawyers

Sn this sanple wre ret•zucmriMq work the -I and the wmen mar , the

least. Tir work restnacturinl, wihic in so instan•es, mnt that they

wre working part-tim, as renflected in the fact that they were not

working wenlrus, wekwxha, or going in to work early Sn the iiornirq.

'Tom•l mn tersd• to do more housework and child care tasks and spent more

hours doing thm. Odly, they wer less pyologically involved with

their families than wn doing leo restn=zz ring.
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Men k were -stn cturing t ware mst likely to be protmionals

or lawyers and lenst lfl)aly to be mumriaer. Mair families had the mt

paid houehold help,, but they still were not coirq wall with their

perma3 situations. nme zen's wives were pSy&IOlOgically involved with

work, rven eajgh they (the wives) were not pt~tirq in extra hours at the

office dAirir the evatings, on wesids, or early imrnings. Wives of men

MW ware rwi were also working in low conformity organiztions.

Discussion

Prediltinc b~avior is umaally difficult and this stuidy is no

:qticon-. 7l remilts mJpzted the smp-Atio that there ar

relatiaandps bet~n each apma's work and family oonvitions and work

ut t . 'hwe were significant cross-over relationships

parti rl wt d cteristics of her sitmtion and his work

rstrucburirq. Wut, there was no significant dirtt reciprocLl relationship

betum his azid her riestrucwin.

The bivariate correlatiora provided greater sport for the hypotheses

than the tumstags least scqures r uion, to m extent because of

Timiti~colnirmarity Im,- the ewpsrus variables. 2* only causes thatI

sme to have no interpretable ipact on work estructurinq for husband or

wife were ,hc of oraniutioral culture. An the other

predictor. in Figure 1 had significant bivariate relationships with either

his or her work role restructuring. fne results are encouraging, for

even thoug we were unable to specify the exact relationships between

gerjenS and erndcgezo variables, we were able to identify theoretically

and verify smpirically variables that were related to work role

restr uin.

£~~E~ffU&WWL&jUX3Jk EMA MR "WlfaA MAM*XR AXA"MA .A LA ILA &AS MA L .AAA"A 'nPA qj n W N S-%.NAP 'I A L,%l 11A
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Some of the findings deserve particular attention. That women

restructured their work significancly more than men, and that those who

did, typically had young children, did a large proortion of family tasks,

and spent much tire on these tasks, should come as no surprise. In our

sample, som women, but no man, were working part-time. Furthermore, in

spite of all the progress women have made at work, in the family, they

still take primary responsibility for the housework and child care (Pleck,

1983). In a recent study of 1,565 couples, Berardo, Shehan and Leslie

(1987) reported that in dual-career, dual-earner, and single-earner

couples, wives spent considerably more hours doing housework than husbands

and performed 79 percent of the tasks. Furthermore, dual-career couples

were no more egalitarian than others in terms of their allocation of time

to houswork.

The relatiomship between occupation and work restructuring for both

men ard women is a very important finding of the stud.. The causal

variable seem to be flexibility and control over one's workday.

Occupations in which individuals schedule their an tire, are more amenable

to work restricturing. Law, psychotherapy, advanced education, medicine

are all occupations where people can work as individual contractors with

clients. Perhaps being used to setting up one's mi daily schedule helps

people develop skills for avoiding weekerds, evenings, travel, or

reinforces norms for avoiding work that requires extra hours.

We think the reasons that men in the study who were restructuring

their work reported they were coping poorly, while wanen who were

restructuring reported they were coping well, have much to do with

reference grops and violations of sex-role stereotypes. Woann who are



27

worikin in a deuanding prefessioal cuoupaticn and menaging a family are

"super wmn." Their lives ray be characterized as acccmmodating to family

and developirq consistently, if slowly at work, (Bailyn, 1977). Still,

there is social su*=t from children, spouses, and extended family for

managing both work and family and there may be suport from supervisors and

their suploying ozanizations.

Ther is probably less social suport for man trying to do the same

thing. At work, male colleagues are seldom suportive of such activities

and at hce the man is only doing his share. The man has no dceering

section for restructuring work to accx~madate family.

Furthermore, man who are actively restructuring work in order to

acomuodate family are also violating traditional sex-role stereotypes.

ien a man's sense of self -ef ficacy is linkad to carrying out traditional

sex roles, and he violates them through participating in "feminine"

household tasks, prior research has shown that his self-esteem suffers

(Keith and Schafer, 1980). So, the theat to self-esteem and lack of

reference group might explain the relaticnship between coping and

restrucuring faoud azn ; man in this study.

We speculate that many of the wmn in the sample who were

restructuring work in order to ac~m ~at family had made some conscious

choices. They wanted careers, but they wanted families, too, so they were

wil.ling to make a*c-uxmdaticns between the deuards of work and family by

rest~ructurir work. The results suggest these women w-re ccmfortable with

their lifestyle.

The man, for the most part, seied not yet to have made that

psychological choice. They may be crmmitted to an egalitarian marriage,
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and actually be taking responsibility at hom, especially With children.

But, the fact that they were coping poorly suggests to us that they had not

made a stable and ccmfortable a dtion between work and family

responsibilities.

The relationship between his labor enmnic conditions and her

rZ tLuring is another factor that indicates that work and family

corditions do not affect men and women's work restructuring eually. There

was no cle relationship between her labor economic conditions and

his restucurir. Amng the couples studied here, even though men and

women held equal status jobs, the men were earning twice as much as their

wives, and so were ec xnizcafly dominant. The finding that wcmen were

restructuring in response to their husbarxis' labor econcmic conditions,

reflects coi• c reality for these couples. It may also reflect a

psychological reality. Previous research on dual-career couples has found

that man's career is still preemirent, particlarly among couples in which

the husband was power- oriented (Gilbert, 1985).

While the man' s rex•tucturing did not relate to the econoic

coMditicns of their wives employment, it did relate to their psychological

needs. The bivariate correlations showed that he was restructuring more

when she was coping poorly, and when she was early in her career. The two-

stage results showed that he was doing more restructuring when she was

psychologically involved with her work. Given the relatively low financial

power of the wcmen in this study, these results do not indicate rational,

economic reasoning. Indeed, they emphasize the importance of studying

dual-earner couples as part of a work-family system where economic reality

gives way to psychological considerations.
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In general, the relationships found in this study were nuch more

cmplex than was hypothesized. several defy interpretation. Why should

wn who are doing little restructuring be mre psychologically involved

with their families than those who are restructuring? Why did

organizational culture not predict restruchring, emept In what seems to

be the wrong direction? (men were restructuring whvn their wives were in

low conformity structures, not high conformity structures.) Why does paid

help predict more restructuring on the part of ran, instead of less on the

part of both man and wamen? 7hese results may reflect the systemic and

dynamic nature of the family or they may be idiosyncratic of this sample.

To be sure the sanple is quite peculiar because of the mean of

selection and the high level of self-selection, soe of which occurred

without seeing the qiticnnaire and some after seeing it. The significant

causal relationships found in this study are not results to be generalized

from, as it is impossible to know what pcpulation the sample represents.

Teir portan lies in the verification of the variables that are

associated with work restructuring, not in the confirmation of causal

relationships.
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Table I

Dmoaz~Chi arectoristl of t!7A Swle.

Chorateristic WIMn

M Sd M Sd t

AGe 37.0 5.6 35.4 4.9 2.59"
Yous mazrried 10.7 6.3 10.8 6.3
Yea"r in caimnity 7.5 5.8 7.5 5.4
pburotz slo 7.2 .8 7.4 .7

Yeaz" occi.pation 10.8 5.7 7.8 5.5 3.73
No. of cnLnies 2.7 1.6 2.5 1.6
Yrs. Pre•nm t coCnvn 6.3 4.8 4.9 4.0 2.33**
slary 74,247.43 60,473.13 31,612.25 21,664.56 6.53**

Work hors 9.2 1.7 7.9 3.0 3.61'
No. of children 1.7 .9 1.7 .9

Mode % Me 2

ahwation Profemional 44 Profemssicoal1 46
•awe White 95 Whitte 99

occusticun LuT 29 LIN 39
Career stage Advaqnci 32 Getting estab. 33 20.16
ft.ily stage 13 mo.-3 yr. 38 13 mo.-3 yr. 38
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able 4

Eivmarat.e Gor-wlati~cem mi Prsd.bctr ZA Variable.

Variables His r ;.tructuri

Ris b~arstic cu~lture -. 09 -. 15
F.4s =Metitive culture -. 13
Hio conaformity culture -. 12* .05

KUs work izrvolvement -. 09 .02

His cinreer stae -. 27* .07
HRU ucc work hours -. 12 .0
Hio family invjolvammnt .08 -. 09
Rio family work hmmr .10* .06
Rio faily work. tasks .20'0
Rio copirg -. 38" - :

Thir family stag* - 12*
Their help with houýor St childcare.2 1

FAr buzenistic culture -. 06 .04.
Her conatitive culture -. 05* -.- 13
mer conform~ity culture -. 21** -. 07**
Herw occlupatin :30* .33

Her labor econcic wiviraoimt -.. '.CO;
Bmr work irrol'vint 1*.

.14•

Her cetra work hours -. 29' -. 36
Bar faly lzalvamt -. 1 i1 -. 06i

Hera ccptstc r1 -. 109 -. 035

Her fully work hours -. 02 .25"
Her flamly wor. tasks .08 .26

His travel 11 .. 9 S
Her restyucturig .:i' -.O8
Ris rnstructuring IS

A

r .3.05
p.01
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